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Before you begin

This learner guide is based on the unit of competency BSBHRM602 Manage human
resources strategic planning, Release 1. Your trainer or training organisation must give you
information about this unit of competency as part of your training program. You can access
the unit of competency and assessment requirements at: www.training.gov.au.

How to work through this learner guide

This learner guide contains a number of features that will assist you in your learning. Your
trainer will advise which parts of the learner guide you need to read, and which practice
tasks and learning checkpoints you need to complete. The features of this learner guide are
detailed in the following table.

Feature of the How you can use each feature
learner guide
Learning content Read each topic in this learner guide. If you come across content that

is confusing, make a note and discuss it with your trainer. Your trainer
is in the best position to offer assistance. It is very important that you
take on some of the responsibility for the learning you will undertake.

Examples and case Examples of completed documents that may be used in a workplace
studies are included in this learner guide. You can use these examples as
models to help you complete practice tasks and learning checkpoints.

Case studies highlight learning points and provide realistic examples of
workplace situations.

Practice tasks Practice tasks give you the opportunity to put your skills and knowledge
into action. Your trainer will tell you which practice tasks to complete.

Video clips Where QR codes appear, learners can use smartphones

. : : : [m] 7% ]
and other devices to access video clips relating to the rf*? L
content. For information about how to download a QR Er ¥

reader app or accessing video on your device, please visit
our website: www.aspirelr.com.au/help

v}

Summary Key learning points are provided at the end of each topic.

Learning checkpoints There is a learning checkpoint at the end of each topic. Your trainer will
tell you which learning checkpoints to complete. These checkpoints
give you an opportunity to check your progress and apply the skills and
knowledge you have learnt.

Foundation skills

As you complete learning using this guide, you will be developing the foundation skills
relevant for this unit. Foundation skills are the language, literacy and numeracy (LLN)
skills and the employability skills required for participation in modern workplaces and
contemporary life.

The following table outlines specific foundation skills noted for your learning in this
learner guide.

Unit release 1 (Aspire Version 1.1)
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Foundation skill area

Reading

Writing

Oral communication

Numeracy

Navigate the world of work

Interact with others

Get the work done

Foundation skill description

Organises, evaluates and applies content from a range
of structurally complex texts relating to human resource
strategic planning

Communicates complex ideas relating to strategic objectives,
matching style of writing to purpose and audience

Establishes and maintains complex and effective spoken
communications in a broad range of contexts with relevant
managers to determine resources preferences, philosophies
and values

Selects and interprets mathematical information that may
be embedded in a range of tasks and texts to analyse
costs and benefits as well as dealing with budgets and risk
management plans

Ensures knowledge of legislative requirements and products
is kept up to date in order to provide accurate information

Develops and implements strategies that ensure
organisational policies, procedures and regulatory
requirements are being met

Selects and uses appropriate conventions and protocols
when communicating with managers at various levels

Participates in conversations relevant to role responding,
explaining, negotiating and persuading as required

Sequences and schedules complex activities, monitors
implementation and manages relevant communication when
developing the strategic plan

Makes a range of critical and non-critical decisions in
relatively complex situations, analysing data and taking a
range of factors into account when researching planning
requirements and developing the plan

Gathers and analyses data and seeks feedback to improve
plans and processes

Uses digital technologies to manage business operations
and actively investigates new technologies for strategic and
operational purposes

viii
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Before you begin

What do you already know?

Use the following table to identify what you may already know. This may assist you to work
out what to focus on in your learning.

Topic

Topic 1 Research planning

requirements

Topic 2 Develop human
resource strategic plan

1A

1B

1C

1D

1E

2A

2B

2C

2D

2E

Key outcome

Analyse strategic plans to
determine human resource
strategic direction, objectives and
targets

Undertake additional environmental
analysis to identify emerging
practices and trends

Identify future labour needs, skill
requirements and options for
sourcing labour supply

Consider new technology and its
impact on job roles and job design

Review recent and potential
changes to industrial and legal
requirements

Consult relevant managers about
their human resource preferences

Agree on human resource
philosophies, values and policies
with relevant managers

Develop strategic objectives
and targets for human resource
services

Examine options for the provision
of human resource services and
analyse costs and benefits

Identify technology and systems to
support programs

Rate your confidence
in each section

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident

1 confident
(] Basic understanding
L Not confident

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
[ Not confident

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident

1 Confident
(] Basic understanding
L Not confident

continued ...
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... continued

Topic

Topic 2 Develop human
resource strategic plan

Topic 3 Implement human
resource strategic plan

2F

2G

3A

3B

3C

3D

Key outcome

Write a strategic human resource
plan

Develop risk management plans
to support the strategic human
resource plan

Work with others to see that the
strategic human resource plan is
implemented

Monitor and review the plan

Adapt the plan should
circumstances change

Evaluate and review performance
against plan objectives

Rate your confidence
in each section

U Confident
U Basic understanding
U Not confident

U Confident
(] Basic understanding
1 Not confident

U Confident
U Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident

U Confident
1 Basic understanding
U Not confident

U Confident
U Basic understanding
U Not confident
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Topic 1
Research planning requirements

In today’s dynamic economic environment, organisations are continually looking for

a competitive advantage. One distinguishing factor in all organisations is its people.
Human resource management (HRM) involves the management of these people to achieve
the organisation’s strategic business objectives. Strategic human resource management

(or strategic HRM) is the planning and management of human resources to support
organisational goals and objectives. The strategic HRM approach focuses on ensuring that
the right people, human resource systems and organisational culture are in place to enable
the organisation to implement corporate strategies and deliver best practice outcomes.

In this topic you will learn how to:

1A

1B

1C
1D
1E

Analyse strategic plans to determine human resource strategic direction, objectives
and targets

Undertake additional environmental analysis to identify emerging practices
and trends

Identify future labour needs, skill requirements and options for sourcing labour supply
Consider new technology and its impact on job roles and job design
Review recent and potential changes to industrial and legal requirements

Unit release 1 (Aspire Version 1.1)
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1 Analyse strategic plans to determine human

resource strategic direction, objectives and
targets

Strategic human resource planning (SHRP) is a critical
element of strategic HRM as it aligns human resource
management directly with the organisation’s strategic
plan. Based on the organisation’s strategic plan, you
can develop a strategic human resources management
plan that will enable the organisation to make decisions
to support its future direction. From a budgeting
perspective, SHRP enables the organisation to factor

in potential costs such as recruitment, training or
redundancy into the organisation’s operating budget. In R S
order to understand and determine the strategic direction,
objectives and targets required for human resources, you
first need to understand the organisation’s strategy. The organisation is unlikely to achieve
its overall objectives if the strategies of its various functions are not aligned. Management
theory suggests that organisations typically use similar strategies in developing their
businesses.

a8

=

Organisational strategies

Organisational strategies for competitive advantage can be divided into four broad
categories, as shown below.

Corporate growth \

When an organisation chooses to grow, it can increase the number of products
offered and/or its market share. It can do this by expanding operations or
through diversification. Growth can be achieved through related diversification,
which is when an organisation merges with another in the same industry.
Unrelated diversification is when an organisation acquires or merges with an
organisation that operates in an industry that has no similarity to the one it
currently operates within. For example, a clothing manufacturer may acquire an
entertainment company.

Corporate stability \

An organisation may pursue a stability strategy to concentrate on utilising
existing resources to strengthen its competitive position within its markets.

The focus of a stability strategy is to make incremental change to improve
performance. These improvements will hopefully lead to competitive advantage.
Competitive advantage is what makes an organisation more attractive than its
competition to consumers or current and potential customers.

N /
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Corporate renewal \

To address performance problems as a result of internal issues, an organisation
may implement a range of corporate renewal strategies that usually result

in significant change to organisational structure, people and processes.

A retrenchment strategy is one where an organisation reduces the size of
operations to overcome weaknesses and improve cashflow. An organisation may
also try to restructure or streamline operations to focus on its primary reason
for being in business. A turnaround strategy may be pursued to arrest declining
performance, and often involves some form of initial retrenchment, followed by
restructuring to ensure effective leadership and achieve operational efficiencies.

Generic competitive \

In developing a competitive strategy to increase competitive advantage,
managers can select a generic competitive strategy. Leading economist and
strategy specialist Michael Porter has identified three generic strategies:

* A cost leadership strategy where organisations compete with others in the
industry on the basis of having the lowest cost.

¢ A differentiation strategy where an organisation offers unique and valued
products.

¢ Afocus strategy when an organisation implements a cost or differentiation
advantage strategy in an industry segment. The selection of one or a
combination of strategies depends on the organisation’s strengths and the
competition’s weaknesses.

\_ /

Competitive advantage

To support your learning, you might like to watch the Harvard Business Review video

in which Michael Porter discusses development of the concept of competitive advantage:
“The five competitive forces that shape strategy’ which can be found at: www.youtube.com/
watch?v=mYF2_FBCvXw.

In this video, Porter discusses his model for assessing strength within an industry to
develop a strategy to achieve competitive advantage over other organisations. The five
industry forces are explained here.

~

1 Rivalry

Existing organisations within an industry will often experience an ongoing
battle for market share. The goal to be the market leader causes rivalry
among competitors in an industry. The greater the number of competitors, the
higher the rivalry. This can be seen in the ongoing price wars between major
supermarket chains in Australia, often at the expense of the smaller players.

Unit release 1 (Aspire Version 1.1)
© Aspire Training & Consulting



BSBHRM602
Manage human resources strategic planning

2 New entrants

Profitable industries often attract new entrants. Their goal is to gain market
share which, in a defined market, means existing organisations will need to
share the current market or are threatened with having it taken from them. This
means new entrants may cause your organisation to experience reduced sales
and revenue.

3 Buyer power
Buyer bargaining power is the ability of customers to force a reduction in prices.

4 Supplier power

Suppliers can also have bargaining power. This refers to their ability to force an
increase in the price of the materials and services.

5 Substitutes

This refers to products or services introduced into the market that may be
different but can satisfy the same customer need.

___J \ JoN L

Roles and responsibilities

Some researchers have refined the organisational strategy categories suggesting innovation,
cost reduction and quality improvement are the broad focus of all main business strategies.
Most strategic HRM writers agree that these differing strategies will require different
employee roles and behaviours to achieve organisational outcomes and therefore different
HRM policies will be necessary. HR managers may encounter difficulties in designing
strategies and policies, especially when the organisation chooses to incorporate more than
one of these business strategies into its overall objectives.

4
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Topic1
Research planning requirements

Here are some suggestions for desirable employee roles and behaviours and the
corresponding HR policies necessary for that specific strategy to be put in place.

Innovation

Employee role behaviour:

Creative and entrepreneurial behaviours

Focus on the long term

High levels of cooperation and interdependence
Concern for process and results

Willing to take risks

High tolerance for risk, ambiguity and uncertainty

HRM policies:

Job design that incorporates close coordination and interaction between individuals
and groups

Performance review that reflects group as well as individual achievement

Jobs that allow for employee skill development

Reward and recognition systems to promote creativity and innovation

Career options that encourage the development of and help with succession planning

Quality enhancement

Employee role behaviour:

Behaviours that are repetitive and predictable
Intermediate to long-term focus

Some cooperation and interdependence
Strong concern for quality

Moderate concern for quantity of output
Concern for improving processes

Low risk tolerance

Commitment to organisational strategy and objectives

HRM policies:

Clear job design

Employee participation in the decision-making for their job and working conditions
A combination of group and individual interdependence

Performance review focuses on short-term results

Some employment security

Egalitarian treatment of employees

Training and development that is extensive and continuous

Unit release 1 (Aspire Version 1.1)
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Cost reduction

Employee role behaviour:

* Behaviours that are repetitive and predictable

* Short-term focus

* Activity that is autonomous and individual

* Strong concern with output

* Strong concern for process and process improvement
* Risk averse

e Comfortable with stability

HRM policies:

* Static job descriptions to reduce role and responsibility ambiguity
e Limited career and learning development

* Focus on short-term rather than long-term results

¢ Remuneration linked to current market rates

Human resource practices to support strategy

Organisations consciously promote mission or vision statements that directly attribute
business success to the effective management of their people; however, unless these are
supported by organisational practice, they are merely promotional statements. Based on the
particular strategy an organisation chooses, details of consistent HRM practices that will
support the organisation in achieving its goals are provided below.

Innovation \

* High participation and collaboration in decision-making

* Implicit job analysis and design

¢ Use of external specialists and experts to work on innovation projects
e Broad career paths

* Long-term outcomes criteria

e Some employment security

* Many incentives

e Pay and reward linked to innovation initiatives

e Strong focus on training and career development

¢ Cooperative employee/employer relations

6
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Research planning requirements

Quality N\

¢ Strong employee participation in decision-making
¢ Clear job analysis and design

* Some external sources

* Narrow career paths

* Focused on short-term results

¢ Some employment security

¢ Limited incentives

* Pay structures reflect skills and knowledge

* Strong focus on training and career development

* Cooperative employee/employer relations

\_ /

Cost reduction \

e Limited participation of employees in decision-making
* Clear job analysis and design

* Mostly external sources

* Focus is on results and outcomes

¢ Short-term criteria to measure performance

¢ Limited employment security

¢ Limited reward and recognition

¢ Pay structures based on responsibility

e Limited training and development

* Traditional employee/employer relations

\_ /

Strategic HRM functions and practices

Most HRM authors agree that the philosophy of strategic HRM centres on gaining
competitive advantage for the organisation by managing people - its critical asset — through
an integrated, shared set of practices that balances and promotes the organisation’s strategy.
Strategic HRM is focused on the integration and adaptation of human resources to ensure
that HRM is aligned with strategy, that policies are consistent, and that practices that build
employee skill sets are embraced and utilised by line managers. At its core, strategic HRM
is about the functions of planning, foresight and analytical decision-making to support
organisational strategy and some activities.

Strategic HRM core functions and activities can include:

o determining the numbers of employees

o determining the required skills and knowledge for positions to meet organisational
objectives

+ identifying effective methods for recruiting new staff

o determining how to best use employee skill sets

Unit release 1 (Aspire Version 1.1)
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« engaging and motivating employees to reach productivity targets
o developing processes and systems of accountability
e remuneration

« ensuring compliance with legal requirements.

Align human resources with organisational strategy

To support your learning, you might like to listen to this Chartered Institute of Personnel
and Development (CIPD) podcast at: https://soundcloud.com/cipd/podcast-63-business-
savvy-hr in which a panel of senior HR professionals from around the world discuss the
need for HR practitioners to have a strong understanding the organisation’s strategies and
operations.

Human resources strategic direction

The strategic direction of the human resources function should align with the strategic goals
of the organisation. For example, the organisation may decide it wants to grow the business
by diversifying both its product base and its geographic location; thus the strategic direction
for human resources will be to grow the available workforce. This could be accomplished
either by identifying what skill sets are required and developing these internally or looking
at where in the labour market people with these skills can be sourced.

Organisation strategy and HR direction, and its effect on policies and procedures, are
discussed below.

Organisation strategy and HR direction

Should an organisation decide to adapt a growth strategy by acquiring
another business, the strategic direction for human resources might be to
identify ways to integrate and adapt two human resources systems and
manage the employees of two organisations. That is, the focus would be
on redeploying people, minimising resistance to change and avoiding the
duplication of job roles.

Effect on policies and practices

A change in the strategic direction of the organisation, and subsequently
human resources, may also require new policies and practices, such as
increased training for existing employees to upskill, graduate programs to
develop future leaders, succession planning to ensure access to sufficient
skilled labour in the future or a redundancy program.

Determine human resource objectives

Human resource objectives to implement strategy should be specific, measurable, attainable,
realistic and timely (SMART). They should be focused on strategic outcomes and results,
not solely on the activities being undertaken. In setting objectives, many organisations use
the management by objectives (MBO) approach. MBO involves managers coming together
to set mutually agreed objectives based on the strategies.

Unit release 1 (Aspire Version 1.1)
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The following is a process to guide you and your team in setting strategic HRM objectives.

What to do when setting strategic HRM objectives

Discuss with relevant stakeholders ways to implement organisational strategies to
meet objectives.

Identify what actions are required to meet strategic objectives.

Identify when actions are required to be completed to meet strategic objectives.

Determine measures to enable the identification of progress towards achievement of
the objectives.

Check the objectives are SMART: specific, measurable, attainable, realistic and

timely.

SMART objectives

When you define the HR objectives, ensure they are SMART so that clear targets are set for
monitoring progress and evaluating outcomes. For example, a SMART objective aligned to a
retrenchment strategy to reduce costs might be to reduce production team members by five
per cent by the end of the fourth quarter.

S

Specific:
Target and clearly define a specific area that you want to improve.

Measureable:

Suggest an indicator of progress; quantify if possible. Determine how
you will know the goal has been achieved.

Attainable:

Agree what the goals should be and keep them achievable in the time
frame.

Realistic:

Identify what results can realistically be achieved given the available
resources, knowledge and time.

Time framed:

Specify when the result can be achieved; make sure there is enough
time to achieve the goal, but not too much time.

Unit release 1 (Aspire Version 1.1)
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Human resource practices and functions

Aside from the functions that are central to strategic HRM, there are functions and
activities that are focused on the day-to-day management of human resources. These
activities revolve around sourcing and selecting suitable candidates for available jobs,
training and developing employees to ensure appropriate skill sets, motivating and
monitoring for high performance in the workplace and ensuring compliance within
workplace legislative requirements. Traditionally HRM has involved the development and
implementation of functions and activities needed to monitor, innovate, plan and evaluate
people and their performance in the workplace.

Day-to-day HRM functions

¢ Job analysis, evaluation and classification to identify necessary skills

* Job and work design to clarify work performance, scheduling and relations

* Recruitment and selection to find and hire the right people for the right job

* [nduction, training and development to socialise staff and update their skills and careers
¢ Skills audit to know what skills and abilities staff possess

¢ Performance management to develop, evaluate, motivate and discipline staff

* Managing compensation to ensure payment and benefits are adequate

The alignment of organisational and HR strategies, is critical to the success of an organisation.
A health care services organisation, Third Choice Medicare, has the following strategies:

* Actively pursue quality performance

e Attain sustainability

* Create a learning/teaching/research culture

* Encourage service innovation

* Engage our community

To support the achievement of these strategies, the HR strategic plan includes the following
statements.

continued ...
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Topic1
Research planning requirements

... continued

Pursue quality performance

Strategic directions:

To develop an effective and comprehensive organisation-wide communication
strategy.

To enhance a coordinated range of staff health and wellbeing activities that promotes
health self-management.

Strategies:

Develop and implement a range of communication methods relevant to specific
issues, sites and staff needs.

Ensure all communication is inclusive and effective.

Enhance the range of activities and opportunities that address the needs of
specific staff groups.

Assist staff to develop the knowledge and skills to identify and manage their own
individual health and wellbeing needs.

Ensure all staff are able to access the range of support services available

Attain sustainability

Strategic direction:

To manage workforce planning ensuring associated risks are reduced so that the
organisation continues to meet its goals and delivers services within contemporary
best practice standards.

Strategies:

Systematically monitor and respond to workforce needs/trends.

Establish clear guidelines for staff that define various responsibilities and decision-
making authority.

Ensure accurate and timely data related to workforce planning is available to
support senior clinical managers.

Create an educational culture

Strategic directions:

To create a learning/teaching/research culture.

To build business management acumen and skKills in senior clinical management
staff.

Strategies:

Ensure clinical management staff possess the required knowledge and skills that
enable them to effectively respond to changing needs and demands.

Utilise integrated information technology systems to manage budgets,
performance and accountability.

Establish a multidisciplinary/inter-professional teaching and research unit.
Ensure a coordinated approach to student placements.

Unit release 1 (Aspire Version 1.1)
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Practice task 1

1. Explain the difference between strategic human resource management (SHRM) and human
resource management (HRM).

2. List five key functions and activities associated with SHRM.

3. What are the key functions and practices of HRM in implementing HR strategic direction?

Unit release 1 (Aspire Version 1.1)
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Undertake additional environmental analysis

to identify emerging practices and trends

External factors such as the economy in which the
organisation operates, and legal and political influences,
will affect the way an organisation does business. What
an organisation does and how it does it can be influenced
by new and emerging technologies, international
environments and social and industrial expectations.
Changes to industrial relations, the labour market and
community expectations, for example, may mean that
the policies and procedures currently in place are no
longer relevant. Internal factors such as the organisation’s
strategy, structure and culture can also influence the
human resources function.

While it is important to understand the environment in which the organisation operates
to ensure it can operate effectively, it is also critical for HRM, both strategically and
operationally, to understand the practices and trends in the environment that impact
directly on the management of people in the organisation.

PEST framework

PEST is an external analysis framework commonly used in organisational
development. This framework identifies Political/legal, Economic, Socio-cultural
and Technological factors, as outlined below.

Political/legal @

Changes to workplace relations legislation and new workplace health and safety
regulations can have a direct and immediate impact on how people work and are
managed in the organisation.

* What are the political and regulatory constraints affecting operations or
performance?

*  What current or pending consumer, corporations and taxation laws will impact
the organisation?

* What existing or pending workplace relations laws will affect the management
of the workforce?

* Will a new government bring change to legislation?
Sources of information:

e Australian government agency sites, including the Federal Register of
Legislation, the Australian Taxation Office, SafeWork Australia and Austrade

e State law societies

v1166
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Economic

What is the impact of a change in the Australian and/or US dollar?

When and how will inflation rates change?

Will there be an increase in spending power?

Are we in a recession? At what point are we in the general business cycle?

What is happening in the global marketplace?

Sources of information:

Economic, industry and trade publications such as the Australian Financial
Review

Australian Bureau of Statistics (ABS)
Australian government agency sites, including the Reserve Bank’s site

Banking institutions

Social-cultural

Is there an anticipated change in the values and beliefs in society?
What are the demographic shifts in age, education, religion, etc.?

How will demographic trends or shifts affect labour supply?

What are the cultural groups, and what are their needs and demands?

What do changes mean for the workforce?

Sources of information:

Industry studies such IBIS reports
ABS
Australian government agency sites

Research papers from universities

Technological

What is the uptake of social media and e-commerce, and their impact on
operations; what skills do people need to keep up?

What is in the process of development and how will this product affect
performance?

What is the rate of technological change?

What technology will affect the organisation’s processes, and therefore
required knowledge and skills?

How will the trend for electronic delivery of products, such as books, affect
roles and responsibilities?

Sources of information:

Scientific and information technology publications
Australian government agency sites

Research papers from universities and conferences

14
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Research planning requirements

Understand the labour market and current workforce

Demographic labour market data and characteristics (for example, the average age and
gender of labour market participants, occupational groups, skills and competency profiles),
as well as internal trends (for example, the number of employees eligible for retirement, job
vacancy rates, and staff turnover), need to be considered when analysing the workforce.

Demographics, labour statistics and community expectations all influence the labour
market, as shown below.

Demographics

Changing patterns in labour market demographics may require a new
approach to recruitment and selection. Skills shortages may mean the
organisation needs to look at different ways of acquiring or developing

the skill sets it needs. An understanding of the labour market will inform
how and where an organisation might recruit suitable candidates for jobs.
Recognition of skills shortages can provide the organisation with an insight
into the steps to take to ensure it can access the skill sets it needs, when it
needs them.

Labour statistics

The ABS releases regular reports on the make-up of the labour market in
Australia, which are available at: www.abs.gov.au/AUSSTATS/abs@.nsf/
Latestproducts.

The Australian Government periodically releases information on skills
shortages in the Australian workforce. As an example, see the Department
of Employment website at: https://employment.gov.au/occupational-skill-
shortages-information.

Community expectations

The expectations of the community; for example, that an organisation

will maintain a diverse workforce that is representative of society, may
require changes to recruitment and training practices. Managers may need
additional training to ensure that employees are not subject to harassment
or discrimination. Further information on harassment and discrimination

is available from the Australian Human Rights Commission’s site at: www.
humanrights.gov.au/.

Review the internal environment

An understanding of the organisation’s current workforce, as well as information to enable
planning and decision-making related to surpluses and shortages in occupations, skills and
knowledge, can support the organisation to take advantage of opportunities and minimise
potential threats to its performance in the marketplace. The internal environment of
organisational systems, processes and practices can provide particular information.
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An internal review of HR practices might cover:

the impact of changes in legislation, enterprise bargaining agreements

funding for programs

changes in leadership

changes in strategic direction

health and safety programs

organisational culture

employee commitment and engagement

organisational restructuring
leadership styles and management practices

internal policies and procedures, such as diversity and equal opportunity policies.

Gap analysis

It is useful for HR to analyse the information gathered to determine how to proceed.

The following is an example of a gap analysis for an organisation wanting to address a
new business objective. The information will allow the HR department to identify and
implement strategies to meet this objective.

Business HR Gap - Outcome of Potential solutions
objectives requirements does the not addressing to address the gap
to meet organisation the gap
objectives have what
it needs?
Implementa | Employees with | No e Plan not Explore graduate
sustainability | specialised effectively programs and
plan training and implemented develop internships

experience in
sustainability

High impact on
development
of corporate
responsibility

Build relationships
with TAFEs,
universities and
other organisations
to source
graduates

Improve
the working
environment

Restructure
business units

Redesign
processes

Develop new job
descriptions to
incorporate social
responsibilities

Introduce a
rewards and
recognition system
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Large organisations often have a strategically-focused HR and workforce planning policy, procedure
or guidelines. The Australian Public Service Commission has developed a Workforce Planning Guide,
which consists of modules to guide HR managers.

These modules are available at: www.apsc.gov.au/publications-and-media/current-publications/
workforce-planning-guide.

Modules that can guide a HR manager

¢ Introduction and how to use the guide

* Workforce planning explained

* Initiation and planning for workforce planning

e Segmenting your workforce

e Demand analysis

e Supply analysis

e Gap analysis, and strategy and initiative development

* Implementation and monitoring, evaluation, review and adjustment

Identify emerging trends and practices in human
resource management

While it is essential to understand the environment in which the organisation operates, it is
also important to understand any emerging trends and practices in HRM.

Some key issues and global trends follow.
Key issues

The CIPD in the UK (www.cipd.co.uk/) provides research reports on key issues for
the HR function, highlighting current issues and emerging trends within HR such as
managing employee engagement, change and cultural transformation, employee
performance and organisation design/restructuring.

Global trends

Research suggests that the key global trends in HRM include:

* achange in the role of HR practitioners from employee relations managers to
workforce and organisational development leaders

* new partnerships and relationships with government and the community

¢ globalisation and dealing with expatriates and adapting head office HR for
operations in other countries

¢ workplace flexibility
e generational diversity to respond to ageing workforce

* managing the impacts of acquisitions, mergers and downsizing.
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Impact of recent trends and practices

Workforce trends such as an ageing population,
casualisation of the workforce (including 